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Are the life cycles of Academic Development Centres  
leading anywhere? 
A work in progress 
 
Lyn Alderman, SORTI, Faculty of Education, University of Newcastle and Higher Education 
Evaluation Coordinator, TALSS, Queensland University of Technology 
 
 
This paper will explore the purpose, services and place of Academic Development Centres within 
an Australian University, identify possible pathways for the future and offer the outcomes of this 
study as points of discussion at the AAIR conference. As identified within the conference theme 
“the changing Higher Education environment”, every University in Australia is aware that change is 
on the agenda. New government policies in higher education seem to keep ‘teaching and learning’ 
and ‘research’ firmly at the forefront of any discussion in the higher education tearooms.  
 
But where does this leave the units or centres that provide fundamental support in a range of 
activities across each University in Australia. These support services offer students and staff support 
through libraries, learning centres, academic development centres and access pathways and may be 
located either centrally or within Faculties or Schools. However not all of these support services 
have the solid reputation of a library where it is possible to benchmark client services against other 
institutions and it is strongly supported by a well-recognised international body with agreed 
standards of practice.  
 
In fact, one support service that has a mixed history is the Academic Development Centre. It is 
often subject to restructuring, decentralisation and re-establishment and yet the Centres offer 
fundamental support for teaching staff at Universities. Therefore in a time of change, when the 
pursuit of quality of teaching and learning is of great interest, there is an opportunity to review the 
place and importance of a support unit like an Academic Development Centre.   
 
 This study will identify the purpose and place of Academic Development Centres in Universities in 
Australia and consider possible future pathways for these Centres. This study will investigate 
through a number of research questions: (i) is there an ongoing need for Academic Development 
Centres in higher education in Australia? (ii) if yes, where can this lead?; or (iii) if no, what are the 
alternatives? These questions will be explored through four phases: review all positions advertised 
for academic staff in Australia over a one year period; analyse of essential criteria for employment 
in academic lecturer advertisements by one Australian University over a 6 month period; and 
identify the services offered by Academic Development Centres across Australia. This paper is 
written to encourage discussion and debate at the upcoming AAIR conference around the issue of 
Academic Development Centres. 
 
Is teaching and learning valued? 
It is commonly understood that research is a cornerstone of higher education and that opportunities 
offered through employment and formal studies offer ongoing development of research and 
researchers. Employment plays a vital role in this development and Universities encourage research 
through employment of academic staff and students in different roles like research, lecturing, and 
support.  
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At the same time teaching and learning are vital to higher education (DEST, 2006). In Australia 
there are a number of stakeholders, government, industry, community, students, and higher 
education providers and staff with expectations that higher education providers will offer students 
an education experience conducive to learning (Ramsden, 1992). This section will review the place 
of academic development units within Universities. 
Academic Development Units 
A very simple test is to try and locate academic development units through University websites. 
This task offers a rather crude measure of the value that each institution places on ‘teaching and 
learning’.  As shown in Table 1 University Websites November 2007, 27 out of a total 39 
Universities have a hyperlink on the index page (home page) of their website. Although there is no 
early comparison data this benchmark will be interesting to revisit in another 12 months time. 
 
 
Figure 1 University Websites November 2007 
 
The 31% identified in Figure 2 below indicates the number of Universities that required ‘teaching 
and learning’ to be entered into a search engine to locate the academic development unit.  
 
 
Table 1 University Websites November 2007 
 
 
It is of some interest to note that a ‘research’ link is found on the index page of every University in 
Australia and this shows a constant pattern across the sector. 
Access through website Universities
Dedicated link on front page 27
Search within website 12
Total 39
University Websites 2007
69%
31%
Dedicated link on front page
Search within website
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The name 
There is a little confusion around the name of academic development centres. I have actually chosen 
to call this paper by a name that has a heritage within these centres. However the reality is that the 
majority of centres have the words ‘teaching’ and ‘learning’ within their name. Once again this is a 
baseline snapshot of how academic development centres are named across the Universities in 
Australia. As shown in Table 2 The Name of Academic Development Centres 20 have ‘teaching 
and learning’ and 11 have learning and teaching’ within the name. 
                        
 
Table 2 The Name of Academic Development Centres 
 
Traditionally ‘teaching and learning’ was a phrase in common usage. With the introduction of the 
Learning and Teaching Performance Fund (DEST, 2006) the phrase ‘learning and teaching’ is 
coming into common usage. At this time 51% using ‘teaching and learning’ continue to dominate 
the sector but this would be an interesting aspect to revisit in 12 months time. 
 
 
 
Figure 3The name of Academic Development Centres by Percentage 
 
Name Universities
Teaching & Learning 20
Learning & Teaching 11
Development 3
Other 5
Total 39
Names of T&L Centres
51%
28%
8%
13%
Teaching & Learning
Learning & Teaching
Development
Other
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Common services  
Some of the common services offered by academic development centres are: 
 
 Academic development and orientation 
 Teaching resources 
 Teaching grants, funding and awards 
 Graduate Certificate in …….. Teaching in Higher Education 
 Teaching evaluation 
Less Common services 
Some of the less common services offered by academic development centres are: 
 Curriculum development 
 Research into teaching and learning 
 Teaching logistics 
 Performance based funding incentives 
 Conference promotion 
 
Life Cycles of Academic Development Centres 
 
Within my experience of academic development centres they are currently, recently or about to 
move into a period of: 
 
Central model 
Faculty model 
Hybrid model 
No support 
Historical debris 
Restructure 
Resize 
Refocus 
 
There is an unpredictable element within academic development centres that would bear further 
investigation. Whether the centre sits within the portfolio of the Deputy Vice Chancellor 
(Academic) or elsewhere in the hierarchy of an institution is just one of the difficulties these centres 
face in their communication and integration within the University. 
 
Benchmarking Employment Practice 
Is there an ongoing need for academic development centres? This section will demonstrate that 
there is an ongoing need for these centres. It is an ongoing need to support academic staff who are 
employed on criteria other than formal educational qualifications and with mixed standards for 
selection criteria. 
 
If there are expectations that ‘teaching’ is important then one way to explore the value placed on 
‘teaching’ is at the point of employment. In many ways the employment of a staff member offers an 
opportunity to review a range of applicants, measure applications against a set of selection criteria 
and strengthen the capacity of the organisation. Therefore, if selection criteria can be viewed as 
setting a standard for employers to measure applications how is ‘teaching’ represented in higher 
education academic positions and is it possible to discern themes across levels of appointments to 
Lyn Alderman  Page 5/15 
determine standards. This section will explore the employment practices of the case site, The 
University of Newcastle (UoN), through advertised positions in a national paper and their website. 
 
Research Questions 
 “How do teaching staff at the University evaluate their diverse teaching practice?” This is the 
primary question for this overarching research project and within this question there are a series of 
sub-questions. The sub-questions relevant to this section of the study are: 
1. Do recent employment practices reaffirm institutional responsibility for academic and 
educational development of teaching staff? 
2. How does the employment practice at UoN compare to other higher education providers in 
Australia? 
The context for this section is to review six months of employment practice of the case site UoN. 
 
Data Source 
 
A number of sources were used in this study to investigate the research questions. The sources are: 
1. The Australian Newspaper – July 2006  to June 2007  
2. University of Newcastle Job website – January to June 2007  
 
The following section will outline the reasons why these sources are considered to be worthy of 
review and analysis. 
 
National Newspaper: The Australian Newspaper (2007) was identified as the only national, daily 
paper in Australia where Australian Universities and research organisations commonly advertise 
academic positions for both research and teaching. In line with an early study by Bradmore and 
Bedgood (2001), a census of advertised positions to review industry experience as a criterion for 
academic staff appointment at Australian Universities, The Australian continues to offer a 
comprehensive and representative coverage of advertised academic positions across all Australian 
Universities.  
 
The time period for this paper will cover advertisements for one semester (January to June 2007) 
found in The Australian Wednesday issue Higher Education Supplement (HES) and The Weekend 
Australian Career One section. Each advertisement was recorded with information on institution, 
Discipline, employment type, position, level, subject area or topic for study, mode, day and month 
of advertising. For the purpose of this paper the data set will be the “lecturer” positions from UoN. 
 
Employment Website: The UoN advertise employment opportunities in The Australian and on 
their own website (2007). The documentation that contained the selection criteria for positions 
advertised on the website were downloaded every fortnight for the six month data collection period. 
This included all academic positions for research and teaching with a closing date within the 
specified period. For the purpose of this paper the “lecturer” positions will be analysed. Lecturer is 
defined as an academic position identified with duties that include teaching and research advertised 
by UoN such as lecturer or senior lecturer during the collection period. 
 
The website offers two opportunities for analysis of employment practice. Firstly, the selection 
criteria for advertised positions is found on the University website and not within The Australian 
and secondly, a comparison of advertising media (newspaper and website) will illustrate if all 
positions are equally represented in these media. 
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Data Analysis 
In case study research the selection of the case is important part of building theory from case studies 
(Huberman & Miles, 2002). UoN is the site case for this research project and this will typically be 
achieved through multiple data collection methods. The review of employment practice at UoN is 
one source of data and in a future paper this practice will be benchmarked against all higher 
education providers in Australia. This will enable the site case to be viewed within the context of 
the sector in terms of how academics engaged in lecturing positions are employed. 
 
“Most case study reports present both coded data and direct interpretation but one or the other 
usually bears the conceptual load” (Stake, 1995). In this instance the newspaper dataset is stored in 
coded data with the formatted website documents available for direct interpretation. Although the 
coded data will be informative the conceptual load will be firmly placed on the text within the 
website documents were interpretation will offer a more detailed and rich evidence of the range and 
diversity of employment practice. 
 
For a researcher to develop an understanding from coded data this will usually require identification 
of variables from the very outset (Stake, 1995). The coded data are obtained from the categories that 
divide a variable and the variables are found within the advertised positions. The initial level of 
variables were identified as positions that included ‘selection criteria’ as a single set of requirements 
and positions that included ‘essential selection criteria’ and ‘desirable selection criteria’. In 
additional another variable showed positions advertised applications for a single level ‘lecturer’ and 
other positions advertised several levels ‘associate lecturer/lecturer/senior lecturer’. The lines of text 
found within the ‘selection criteria’ offered a further level of coding and within this level there were 
a number of levels of coding that offered opportunities to compare and contrast within the 
categories. 
 
“Professional evaluation is a process of finding evidence of quality. Whatever methods are used, it 
is a search for evidence” (Stake, 2004). This is includes finding evidence of both low and high 
quality. In searching for evidence of practice it is possible to determine the quality of this practice. 
But in keeping with the multiple sources required for good case study research in this instance the 
evidence will be supported by a benchmarking exercise against an international standard.  These 
standards articulate the areas of activity, core knowledge and professional values within a 
framework for teaching and supporting learning in higher education (Higher Education Academy, 
2006). This will enable the employment practices for lecturer positions at UoN to be mapped 
against these standards and offer evidence of commonality and differences. 
Findings 
Overview of Advertised Positions 
All positions advertised in The Australian by the UoN were found within the Higher Education 
Supplement section published on a Wednesday. This would suggest that all positions are published 
online and externally in a published newspaper and this may in fact be a policy requirement of the 
institution. 
 
The UoN advertise a number of positions that span two or three levels (for example or 
lecturer/senior lecturer). For coding purposes it was necessary to separate the selection criteria for 
each level into word documents to enable analysis of selection criteria and analysis for themes 
across individual criteria in comparison to level of appointment. The following findings are a result 
of categorising the variables found within the selection criteria dataset. 
 
Lyn Alderman  Page 7/15 
Within each advertised position there were several lines of text under a heading ‘selection criteria’. 
During the coding process a number of lines were identified as being two lines of criteria joined by 
‘and’ or ‘including’. For example ‘teaching experience and research publications’ was determined 
by the researcher to be two separate criteria and were separated between to appear on two lines. 
This process will allow analysis of how many lines within all selection criteria were devoted to 
‘research’ as opposed to ‘teaching’ or ‘profession’. A further analysis will explore if trends are 
evident within Faculty or Discipline positions. 
 
 
 
Table 3 Higher Education Sector Advertised Positions July 2006-June 2007 
 
 
 
 
Figure 4 Higher Education Sector Advertised Positions July 2006-June 2007 
Categories Positions
Research 1676
Lecturer 2316
Teaching & Learning 109
TOTAL 2425
Higher Education Sector
Advertised Positions
41%
56%
3%
Research
Lecturer
Teaching & Learning
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UoN profile 
 
A future paper will identify that the profile of UoN is very similar to other Universities in their 
employment practice. In the Table 5 located on the next page, the advertised positions are separated 
into Research, Lecturer and Teaching & Learning and listed under the advertising University. These 
are respresented in table and graphically below. 
 
 
Table 4 UoN Advertised Positions 
 
 
 
Figure 5 UoN Advertised Positions 
 
As UoN is the case site I am aware that there is a review of the Teaching and Learning Centre in 
early 2007 and this is the main reason for no movement within this category. UoN has a strong 
research profile across the sector and the 31% advertised positions in research would support this. 
The 69% within the lecturer category would also suggest a strong employment drive. Further 
analysis in the future will tease out if this indicates a steady or increasing employment drive. 
 
Teaching and Learning Advertised Positions 
 
In Figure 6 Higher Education Sector Lecturer/Teaching and Learning Positions the graph highlights 
the category ‘lecturer’ across all Universities together with ‘teaching and learning’. Of interest are 
the different numbers of ‘lecturer’ advertised positions across the University and yet the ‘teaching 
and learning’ advertised positions show more similarities. This is illustrated within Figure 7 Higher 
Education Sector Teaching & Learning Advertised Positions.
Category Positions
Research 46
Lecturer 101
T&L 0
Total 147
UoN Advertised Positions
31%
69%
0%
Research
Lecturer
T&L
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Table 5 Higher Education Sector Advertised Positions July 2006-June 2007
Australian Universities AU code Research Lecturer
Teaching 
& 
Learning
Total 
Positions
Australian Catholic University ACU 0 35 0 35
Australian National University ANU 90 25 0 115
Bond University Bond 4 28 3 35
Central Queensland University CQU 5 77 11 93
Charles Darwin University CDU 22 46 10 78
Charles Sturt University CSU 10 88 6 104
Curtin University of Technology CURTIN 25 46 1 72
Deakin University Deakin 11 41 6 58
Edith Cowan University ECU 4 35 0 39
Flinders University FLINDERS 38 31 0 69
Griffith University GRIFFITH 43 99 0 142
James Cook University JCU 9 63 7 79
La Trobe University LA TROBE 22 45 7 74
Macquarie University MACQUARIE 47 44 1 92
Monash University MONASH 110 176 2 288
Murdoch University MURDOCH 2 13 0 15
Queensland University of Technology QUT 26 133 2 161
RMIT University RMIT 50 69 3 122
Southern Cross University SCU 2 8 1 11
Swinburne University of Technology SWINBURNE 7 26 0 33
University of Adelaide ADELAIDE 52 71 0 123
University of Ballarat BALLARAT 3 32 0 35
University of Canberra CANBERRA 9 27 0 36
University of Melbourne MELBOURNE 75 58 3 136
University of New England UNE 9 39 0 48
University of New South Wales UNSW 114 112 8 234
University of Newcastle NEWCASTLE 46 101 0 147
University of Notre Dame Australia - The UNDA 1 23 0 24
University of Queensland QUEENSLAND 142 107 7 256
University of South Australia UniSA 32 71 2 105
University of Southern Queensland USQ 3 56 3 62
University of Sydney SYDNEY 71 143 3 217
University of Tasmania TASMANIA 63 62 8 133
University of Technology Sydney UTS 15 32 0 47
University of the Sunshine Coast USC 1 29 2 32
University of Western Australia UWA 58 34 4 96
University of Western Sydney UWS 24 46 2 72
University of Wollongong UOW 40 60 0 100
Victoria University VU 5 33 1 39
Other Other 386 52 6 444
TOTAL 1676 2316 109 4101
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Figure 6 Higher Education Sector Lecturer/Teaching and Learning Positions 
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Lecturer and Teaching & Learning Positions
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Figure 7 Higher Education Sector Teaching & Learning Advertised Positions 
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Data set: The University of Newcastle Advertised Lecturer Positions 
 
There were 32 lecturer positions advertised in The Australian and on UoN website during the period 
January to June 2007 and the positions were equally available on both media. All 32 positions were 
located in the Higher Education Supplement of The Australian with no positions advertised in the 
Career One section during this period. 
 
Of the 32 positions, 8 positions were offered for only one level (lecturer or senior lecturer) and 24 
positions were offered for 2 or 3 levels with individual sets of criteria listed under each level. As a 
result the 32 became 64 sets of selection criteria when the 24 positions were separated to represent 
the individual position levels. It should be noted that for analysis within the selection criteria n=64 
 
Essential Criteria n = 64 
Classification: Groupings of lines of selection criteria  
 
 
Table 6 Selection Criteria in Advertised Positions 
 
Within the 64 level positions advertised there were 569 lines of selection criteria. As shown in the 
table above ‘research’ is strongly represented in the selection criteria at 37% followed by ‘teaching’ 
at 23% and leadership at 16%. This translates to an average of 3.3 lines dedicated to ‘research’ 
while ‘teaching’ has an average of 2 lines.  
 
Another point of interest is the order in which ‘research’ and ‘teaching’ appear in the lists of 
selection criteria. ‘Research’ is always the first criteria in the list with ‘teaching’ usually second but 
often follows two or three lines of ‘research’ criteria. UoN does have a solid profile in the research 
community in higher education and this is being reflected within the selection criteria. 
Criteria Classification References within source %
Communication 31 5
Leadership 89 16
Other 8 1
Profession 62 11
Research 212 37
Teaching 129 23
Teams 38 7
TOTAL 569 100
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Communication n=31 
Classification: Analysis of the verbs in the lines of Communication selection criteria by level of 
appointment. 
 
Table 7 Communication within Selection Criteria 
 
The classification ‘communication’ represents 5% of the overall selection criteria. As shown in 
Table 7 the 31 lines are distributed across four levels of appointment. There were no requirements 
for communication within associate lecturer. The headings ‘good’, ‘effective’, ‘excellent’, ‘high 
level’ and ‘evidence’ are used to place these criteria in a hierarchy with ‘good’ being the lowest and 
‘evidence’ being the more rigorous standard. It is of interest to note is the use of ‘good’ at both 
lecturer and professor level of appointment. 
 
The category ‘Communication’ selection criteria represents 5% of the overall criteria. Within the 
lines of criteria the adjectives were analysed to explore whether the verbs could be placed within a 
matrix and mapped against the level of appointment to reflect the range of usage of specific verbs. 
As can be viewed on the table above the term ‘good’ was used for a Lecturer and Professor position 
whereas ‘evidence’ actually sets a standard for the applicant addressing the criteria. 
 
The examples of coding above are indicative of the type of ongoing exploration I intend to follow 
within this data.  There is more analysis and mapping against the UK standards to occur. This 
coding process is a work in progress and will continue well into next year. 
 
Where to from here? 
 
This section of the paper is purely to inspire some debate on the issue of academic development 
centres and their role in the future. I am offering three options but would encourage your input for 
more pathways for the future. All require resources at an institution, state or national level. 
 
National Australian Standards for Higher Education Sector?  
In the United Kingdom teaching positions in the higher education sector require an applicant to be 
registered, or eligible for registration, with the Higher Education Academy (2007).  This registration 
requirement is supported by a framework for ‘teaching and supporting learning in higher 
education’ that includes a set of standards, examples of staff groups and areas of activity, core 
knowledge and professional values (Higher Education Academy, 2006). 
 
Level of Appointment Good Effective Excellent High Level Evidence
Associate Lecturer
Lecturer    
Senior Lecturer   
Associate Professor    
Professor   
TOTAL 2 7 8 11 3
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In Australia there is no current requirement for academic staff in the higher education sector to be 
registered, or eligible for registration, at the point of employment. The Higher Education Academy 
standards offer an opportunity to compare the employment requirements of UoN against a national 
standard. One option is for Australia to adopt this type of approach. 
 
NSW Institute of Teachers 
Professional teaching standards and registration are clearly identified and all teachers in early 
childhood, primary and secondary are required to be registered with this professional body before 
employment within the public school sector. This option is a self regulation approach to the sector. 
 
University standards for selection criteria 
In the short term there is a place for each University to establish minimum selection criteria to 
explicitly promote and employ lecturers on the basis of teaching experience and formal educational 
qualifications in a similar way in which research is supported currently within these criteria. 
 
This is purely wishful thinking, but is there a place in the higher education sector for each 
University to establish a Faculty of Higher Education in which scholarly research in and on 
teaching, formal course work is offered to the academic staff and the workload and associated 
requirements for probation and promotion are in line with those of the broader academic 
community. 
 
Please note that the views in this last section are designed to encourage debate and discussion. 
 
Conclusion 
In conclusion there is evidence to suggest that the academic development unit within a University 
will have an ongoing role to play in supporting lecturers who continue to be employed against 
variable selection criteria. There is a further need to continue the discourse around the role and 
place of academic development centres in an effort to form a solid platform from which to offer 
integral services to the higher education sector. 
 
Note 
If anyone is interested in the more formal paper that will follow about the cross-institutional 
comparison of employment practice please contact me on lyn.alderman@qut.edu.au and I will be 
able to forward you a copy.
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